Introduction The Inspiration Gap
It is now accepted that for the UK to maintain its competitiveness there is a growing need for companies to adopt strategies that will enable a greater level of innovation and the provision of higher value goods and services.
Consequently we have seen significant changes in what is required of good leaders over recent years. Indeed, those organisations whose leaders do not respond to these required new ways of working will undoubtedly face serious problems in an ever more uncertain future.
The approach chosen for this phase of the research was to examine the values of those leaders who had been successful in creating exceptional results in their organisations and also the perspective of "followers" who were best placed to describe how such leaders motivate and inspire them on a day-to-day basis.
In carrying this work out, the following assumptions were made:
!" Effective leadership is a pre-requisite for successful change and innovation !" Many organisations do not recognise the cost of failing to address a leadership deficit !" Leadership is about what leaders do in relation to others, as well as who they are as individuals

The view from the Leaders
A series of in-depth qualitative interviews with leaders who had been selected by peers as having achieved exceptional results, revealed common themes in terms of their most prevalent leadership characteristics:
!" Strong communication -storytelling and listening !" Passion for learning and intense curiosity !" Focus on developing people !" Having fun and very energised !" Strong self-belief, coupled with humanity and humility !" Committed to giving something back and to making a significant difference !" Clarity of vision and ability to share it with their people !" Dogged determination and often " relentless" !" Very strong focus on priorities !" Not afraid to show some vulnerability !" Regular use of reflective periods !" Almost universal dislike of jargon !" Passion for and pride in what they do
The view from the followers
Not surprisingly, many of the leadership qualities desired by the 'followers surveyed also reflect the views of both exceptional leaders and the findings from best practice case studies:
!" Genuine shared vision !" Real confidence and trust in their teams !" Respect for employees and customers !" Commitment to developing people !" Clear standards of ethics and integrity !" Willingness to take risks Appendix 2 (see Page 37) contains a matrix of the agreement across the three perspectives. It also provides an indicative measure of the gap between desired leadership qualities and those experienced in reality.
Search for inspiration
Given that there is now such a shared understanding and agreement of the basic tenets of inspirational leadership, why is there the need for further research?
Headline findings from the followers' survey clearly demonstrate that the majority of organisations are still not providing a culture that is engaging the hearts and minds of their employees:
!" "Leaders are genuinely in touch with how people are feeling" (62 per cent disagree)
!" "We work hard but senior management makes sure we have fun (54 per cent disagree)
!" "There is a good buzz and feeling of energy (50 per cent disagree).
The latest research
This report is based on the results of three interlinked pieces of research:
!" A comprehensive literature review of successful leadership, and personal interviews with 38 top leaders who were nominated by their peers as having achieved exceptional results. The interviews looked at what are the specific personal drivers and characteristics of inspirational leaders.
!" Two separate studies among followers from the management population (carried out during October to December 2003 by the Chartered Management Institute).
!" An e-survey with 568 respondents was followed by telephone interviews with 100 managers to explore in more detail some of the key issues raised by the quantitative research. (See Sections 3 and 4 of this report for more information)
Overview of key conclusions
For the past 30 years there has been increasing amounts of data to suggest that leadership has a lot more to do with inspiration and vision, rather than straightforward technical competence.
Leadership is now recognised as a transferable skill, it can be developed by continued learning and development throughout a person's career. By contrast, the Great Man theories of leadership and cults of personality are now seen as largely irrelevant in a fast-moving and much less hierarchical world (see Pedler, Burgoyne and Boydell, 2004) .
This latest DTI research report based on a new study carried out in 2003 among 568 followers at different management levels working in a wide variety of UK organisations, confirms that today's workforce is more diverse, informed and sophisticated than ever before. Ultimately people are still looking for something different and better in organisational leadership.
The research found that managers demand visionary leaders who win not only results, but also the trust and respect of their teams. It is the relationships between people that result in actions. Followers will respond to leaders who let them know what they do is important and that it makes a difference.
Clearly most organisations are not the stable, predictable structures of the past. Keeping followers motivated and committed in an era of unrelenting change, means that leaders must be able to create organisational cultures that foster not only performance, but also a sense of pride and fun.
Because cultures evolve over many years and are usually deep-rooted, they can be difficult to change. Some commentators have observed that it is easier to change behaviour by changing processes and systems in an organisation than it is to change peoples' attitudes. While goals change in the course of a person's life, values tend to remain constant and help determine an employee's attitudes to their employer.
The 2003 research suggests that over half of managers are working for organisations which have apparently not yet fully evolved to meet the needs of today's high performing workplaces. Too many experience excessive bureaucracy and command and control behaviours, which have a tendency to inhibit, rather than improve, individual and organisational performance. Bureaucratic and authoritarian command and control structures are still too prevalent in UK organisations.
What is it that singles out truly inspirational leadership from the rest?
Key findings from the followers' perspective:
Managers confirm that individuals and teams who are inspired and enthused will operate at a different level from the competition. In this context the study reinforces the important influence of organisational culture on performance and results.
61 per cent of those working in a participative environment (compared with 40 per cent from command and control cultures) were much more likely to rate their organisation's financial performance as better than others in their sector.
Around one-third of followers admit that they have never worked for, or been motivated by, an exceptional leader in their lives. Outside of the work context, many appreciated the inspirational role played by sporting coaches and teachers or professors.
Over 60 per cent of followers report that their leaders are out of touch with how people are feeling. This remoteness and distance has a negative impact on morale and motivation levels.
Giving people space and responsibility, and recognising and believing in their abilities, remain the most effective and powerful ways to motivate followers -participative rather than command and control cultures tend to encourage these behaviours.
Followers believe that their leaders are kept awake at night worrying about performance targets, achieving bonuses and competitive pressures rather than people issues.
Although many organisations claim that people are their greatest asset, when it comes to measuring performance, 80 per cent of organisations measure in financial terms. Employers also need to consider other less tangible criteria such as employee satisfaction levels and innovation/creativity. Only one in seven organisations takes employee satisfaction into account in this respect.
This finding is probably linked with the finding that followers do not, on the whole, see their leaders creating a feeling of energy, fun and excitement in the organisation -93 per cent identified this a key leadership attribute, yet only 32 per cent are actually experiencing this closer to home.
Some organisations are better than others in generating a good buzz and fun in the workplace -smaller firms with fewer than 20 employees for example tend to be more successful in this respect.
It is concerning that only a third of leaders are currently creating a feeling of energy in the organisation. Perhaps this is linked with the finding that managers are weary of working for poor communicators -only 43 per cent could agree that their leaders listen more than they talk. !" It is not surprising to discover that around three quarters of followers want leaders to create and demonstrate vision, trust and respect, as these are common and recurrent themes across the literature and other research studies. There remains a key concern however in the finding that there is such a sizeable "experience gap" whereby around 60 per cent of followers do not currently see vision, trust and respect being demonstrated in their own organisations.
What practical examples are there to help leaders inspire exceptional performance?
The quantitative e-survey asked respondents to describe how they had been motivated and inspired by exceptional leaders in the past. Some key themes and patterns emerged which were then explored further at the telephone interview stage.
The 100 followers were asked to describe in their own words how leaders in their organisation… !" Listen and keep in touch (talk) !" Show trust in their people (trust) !" Show thanks and appreciation (thank) Listed below are some of the more positive examples that managers have experienced:
!" Toolbox talks -listen to those on the shopfloor !" Listening lunches -where the Chief Executive has a monthly lunch with staff at all levels !" Management by walking about, just asking questions and listening !" Fortnightly department meetings !" Monthly one-to-one with line manager !" Quarterly have-your-say questionnaire !" 3-monthly employee meeting bringing people together from 7 different locations !" Newsletters every month !" Open chat room via email !" Moderated chat room on website where anyone can post a question !" Daily news release on the intranet to keep us informed of what's going on
How not to do it….
!" They didn't do much listening but transmitted a lot of information down a management tree (Manufacturing)
!" Recently our Chief Executives attended some meetings with all staff to hear about problems and issues -10 months later nothing has changed, its been a waste of time (Public administration) !" They listen only when they have to, when the issue is forced (Health/social work) !" They communicate via the Intranet rather than verbally and in person/they sit in their little goldfish bowls typing emails (IT/telecoms)
How leaders demonstrate trust in employees
Base: 87 respondents % Staff left to own devices/degree of autonomy 71 Encouraging staff to come up with ideas/to develop 23 Flexibility/working from home 16 Responsibility for sign-off 8 Representing organisation at external meetings/seminars etc 6
Although this shows quite promising results in the degree of autonomy that is apparently enjoyed by these followers, some managers suggested that this was actually due more to a lack of understanding or interest on their leader's part:
"In my case I'm given very wide-ranging autonomy. This is motivated primarily by the leadership's lack of understanding of my function."
Practical examples of how leaders can demonstrate their trust are given below:
!" Invoice approval and signoff !" Company credit card !" Represent organisation externally at seminars, public speaking, replace boss at strategic meetings !" Job description defines limits but high degree of autonomy/freedom !" No-blame culture !" Right-first-time culture !" It comes through strongly in promotion, we believe in their potential but people are still unproven in the scale of the jobs they are going into. !" You have to allow the decision making process as low as possible onto the shopfloor and trust employees enough to try and take those decisions for themselves.
How not to do it..
!"
We operate in a culture of mistrust. Frequently officers of the Council are undermined by elected members who are backed up by senior managers (Public administration) !" They don't tend to divulge, so they keep everybody at arms length (Manufacturing) !" We invented trust. We trust all our employees depending on their security clearance (Defence/emergency services) Followers seem to appreciate the personal rather than the process-driven approach.
How leaders show thanks and appreciation
Much of the importance attached to a gesture of appreciation is attached to the timeliness/direct relationship to the event. Thanks and appreciation should apply to situations where praise is warranted, but not given every single time a person does something right.
Other comments/examples included:
!" Rewards such as salary have a short-term beneficial effect. Constant verbal appreciation and an appreciative attitude from your manager build a culture of appreciation, which has a longer-term effect. !" Internal departmental or employee awards for excellence !" Scratch card for achieving targets in finance department !" All expenses trip to Barcelona for achieving sales targets !" Store Manager of the Year is given a car !" When a project was completed successfully we would arrange for the whole team from bottom upwards to the project manager to go for a pint.
How not to do it.
!" They tend to take us out for a Christmas lunch and assume that's all it needs (Public administration) !" My line manager shows appreciation with sweets or choc ices but management higher than that don't get involved in that kind of activity (Public administration)
QUANTITATIVE E-SURVEY BACKGROUND
!" The Chartered Management Institute, in partnership with the DTI, designed and carried out a survey by e-mail of followers at different management levels during October 2003, to which 568 individuals responded.
!" It was designed to meet the following key objectives:
-To validate the preliminary findings from the qualitative interviews with inspirational leaders carried out earlier in 2003 -To explore with followers the qualities that leaders need to inspire them to deliver improved performance/extraordinary results -To provide a robust data series that will enable the development of a draft Index for development with a wider partner group.
!" The survey was emailed to 5,000 followers including members of the Chartered Management Institute and CBI contacts, during October 2003. The response rate of 11 per cent is above average for business-to-business email surveys.
!" The e-survey was complemented by 100 semi-structured telephone interviews designed to probe respondents' understanding and experience of inspirational behaviour and attributes. This was sub-contracted to an independent external market research agency NOP and interviews were completed by mid-December 2003.
THE SAMPLE
!" The managerial level of the 568 respondents is as follows: The sectoral breakdown broadly reflects the national picture, albeit with an underrepresentation in the leisure and retail industry. There is also a reasonable representation of the different financial turnover bands.
LEADERSHIP CULTURES
Respondents were asked how far they agreed (on a four-point scale) with a series of 12 statements describing various organisational scenarios. 
KEY FINDINGS
!" It is worrying to note that only just over a third of respondents -36 per cent -agreed that their leaders are genuinely in touch with how people are feeling. Furthermore less than half of respondents (48 per cent) agree that there is a good buzz in the organisation, and that they have fun even while working hard (45 per cent).
!" These are unwelcome results, especially since the pressures of change in an era of higher employee expectations demand that leaders find new ways of generating shared commitment. Improving the quality of leaders' relationships with the rest of the organisation will make an important contribution to exceptional performance. Table 1 shows some differences in the responses between statements worded in the first person describing specific individual behaviours/outcomes e.g. I am confident my boss listens to my views, and those relating to organisational behaviour over which there was no perceived personal control e.g. We work hard, but senior management makes sure we also have fun."
Corporate versus individual perspectives
Respondents seemed more likely to report negatively on the latter, more "abstract" aspects of organisational culture, and to apportion blame at more senior levels.
In contrast a more positive picture was painted when answering those statements in the first person, especially concerning levels of autonomy or decision-making.
These two issues are particularly linked with managers' image of themselves in the workplace, and so an element of overclaiming/ providing a socially acceptable response is not unexpected in research design terms.
Differences by management level
In looking more closely at the three statements in Table 1 with the lowest agreement scores, further analysis by level reveals something of a division at the Boardroom door as shown in Tables 2a-2c . Middle and junior managers are particularly dissatisfied with the remoteness of the top team, in that around three-quarters disagreed with the statement that leaders are genuinely in touch. Typical comments in terms of their leaders' performance included:
"Need to ensure that communication is more efficient and take time to talk to people in the organisation and at the chalk face."
"Make top management more visible to rest of the workforce. Too much of ivory towers!" "Get out there and walk about more." Table 2b also shows that directors and senior managers have a different perspective on how things really are within an organisation. Only 39 per cent of junior managers agree that they have fun at work compared with 45 per cent overall, and 62 per cent of directors. This suggests a real divide between organisation leaders and those lower in the hierarchy, although followers were willing to offer some practical solutions:
" Monthly team lunches at the local Indian restaurant."
" Made sure we all celebrated when we had a good win."
" Always around when anyone had to work out of normal hours even if just to make the tea."
"By celebrating achievements."
"My boss was colourful, controversial and arrogant. Right or wrong he challenged peoples' ways of doing things." Table 2c suggests that energy levels in UK companies could be increased, which would possibly have an impact on fun levels as well. Almost two-thirds (63 per cent) of junior managers report that their leaders are not creating buzz and energy in the organisation, compared with 47 per cent of senior managers. This is a significant difference.
There was also a size effect in that employees working in organisations with under 20 people were considerably more likely to agree that there was a good buzz and feeling of energy present (71 per cent versus 48 per cent overall). It is likely that the flexibility and relative intimacy of small organisations creates the right conditions to produce the buzz that managers are looking for.
LEADERSHIP ATTRIBUTES AND BEHAVIOURS
The survey was designed to indicate the size of the "experience gap" between desired leadership behaviours and the reality as demonstrated within respondents' organisations. !" The three most frequently identified leadership attributes are vision (79 per cent), trust (77 per cent) and respect (73 per cent), yet less than four in ten followers see these behaviours demonstrated within their own company. It was those at middle and junior management level who were less likely to report a shared vision and to feel they were trusted.
!" Clearly leaders in the majority of UK organisations continue to struggle with the twin challenges of developing and communicating a shared vision, and with relaxing control to allow their teams to deliver. Instead they are much more likely to report success at a practical operational level i.e. focus on customers, partnership working and from solidly and steadily pursuing organisational objectives.
!" This is not to devalue the contribution made to results and performance by these strategies, but there is clearly work still to be done at a more fundamental level in order to capture hearts and minds. The survey reinforces the need for values-based leadership, with an increased focus on people rather than systems and processes.
Previous Institute research among followers (Leadership: the challenge for all, 2001 and Leading change in the public sector: making the difference, 2003) has identified the critical importance of visionary leadership, and respondents to this survey proved no exception as the following comments illustrate:
" He has a focus on the long term -he thinks in decades, not in budget cycles."
" Guides but does not dictate the company direction."
" Quiet air of confidence, I felt he knew where we were going and was determined to get there."
" He was open from day one as to what he wanted to achieve." 3.
MEASURING RESULTS
The overwhelming majority of organisations measure success in financial terms (80 per cent) and while this is not surprising, it is chastening to note how little notice is taken either of employee satisfaction levels (13 per cent) or innovation and creativity (10 per cent). !" Public administration employers were however more likely to include employee satisfaction levels (22 per cent against 13 per cent overall) as one of their performance measures.
OTHER ISSUES
This section is based on the replies to three open-ended questions as outlined below.
Thinking about the leader who has motivated you most in your working life, please describe how they did this.
Two-thirds of followers report having been motivated in their working lives by an exceptional leader, while just under one-third (31 per cent) admit that they never have been. This is an indictment on the quality of leadership experienced in UK organisations and confirms that there is room for improvement.
Outside of the work situation, respondents were most likely to have been motivated in a sporting context (34 per cent) or as part of the education process e.g. primary school teacher (25 per cent) or at university/college (25 per cent).
An initial analysis of the replies revealed that in the work situation that the key ways to motivate people were:
-Giving them space and responsibility -Recognition and appreciation -Believing in their abilities Several managers explained how they had been motivated in terms of space and responsibility:
"Let me move forward at own pace and in own direction, but positive advice given when asked for." "Allowed to take responsibility for both positives and negatives."
"Allowed me to make the decisions and said he would trust me no matter what the result."
Comments about being appreciated included:
"Recognised my dedication and hard work."
"Always appreciative of subordinates and peers' contributions and efforts."
"By giving me the credit for the things I did well to others in the organisation."
Finally managers described how they were motivated by a leader's belief in them:
"I was allowed to develop naturally and to make mistakes."
"Freedom to do things my way, with the knowledge that I was supported." "In public he fully supported every member of his team and only dealt with disagreements in private."
What keeps leaders awake at night?
!" Somewhat cynically perhaps, around one in ten respondents to this open-ended question felt that their leaders did not lose any sleep over organisational problems.
"I am convinced the leader of my organisation stops thinking about work the moment he leaves the office at 5pm."
Others believed that the ability to switch off is an important leadership ability:
" I believe our leaders are well enough balanced NOT to lie awake at night."
Performance targets and competitive pressures were the most commonly reported worries as illustrated by these typical comments:
" Fear of failure to deliver performance, reliability, quality and safety."
" How can we maintain a successful organisation to keep the City happy and fend off a potential takeover?" "Trying to decide what to do next i.e. how to grow the business." " Maintaining staff motivation and finding what will give us the edge over our competitors."
4.3
If you were Chief Executive, what one thing would you change to achieve exceptional results?
Initial analysis showed that the one thing to be changed to achieve exceptional results in the opinion of many is the internal communications process. This finding is not unexpected and serves to underline its crucial importance. " Explained why things were being thought about or changed."
" The individual who solved a problem was always given credit publicly."
" Honesty even when the news is bad."
" The fact that never resorted to management-speak or jargon."
QUALITATIVE RESULTS
BACKGROUND
!" This report contains an analysis of the results from 100 semi-structured telephone interviews carried out by an independent external market research agency NOP.
!" Fieldwork took place between 17 November and 8 December 2003, among individuals who had responded to the earlier e-survey carried out in October 2003, and had agreed to take part in the subsequent follow-up.
!" The questionnaire was designed to probe followers' views and experiences of inspired leadership, including tangible examples of being thanked, trusted and listened to.
Interviews contained a mixture of closed (precoded) and open-ended questions.
KEY FINDINGS
!" Half of respondents reported that their organisation had an explicit budget for leadership development and training, while five per cent did not know. Although based on very small sub-samples, explicit budgets were more likely in the public administration and health/social sectors.
!" Fifty per cent of followers were aware of specific leader networks in the UK, of which the Chartered Management Institute was the most frequently mentioned (55 per cent). This is not entirely surprising in view of the composition of the sample. The Institute of Directors was mentioned by 20 per cent and the CIPD by six per cent.
!" Less than half of managers (44 per cent) described the prevailing organisational climate as participative i.e. a shared approach, with high levels of employee involvement in decision-making.
!" Bureaucratic structures (31 per cent) and authoritarian command and control styles (25 per cent) are together still perceived as prevalent in over half of UK organisations.
!" This finding is no doubt closely linked with the finding that followers do not, on the whole, see their leaders creating a feeling of energy, fun and excitement in the organisation -93 per cent identified this as a key leadership attribute, yet only 32 per cent are actually experiencing this closer to home.
!"
Neither do their leaders demonstrate the attribute of being good communicators and who listen to others more than they talk themselves -!" 96 per cent of followers identified this as a key attribute, while only 43 per cent report that this is being demonstrated in their organisation.
!" Less than half of managers (48 per cent) agreed that most people in their organisation would be able to describe its vision if required. In contrast 59 per cent of those working in participative cultures agreed that most people could do so, compared with only 32 per cent of those in bureaucratic organisations.
!" The three main employee satisfaction measures used are resignations/staff turnover (69 per cent), sickness rates (63 per cent) and absence rates (62 per cent). Only nine per cent of organisations do not measure satisfaction levels.
THE SAMPLE
!" The sectoral breakdown of the 100 respondents is as follows: As in the first e-survey, the sectoral breakdown broadly reflects the national picture. The majority of respondents are employed on full-time permanent contracts. Over a third of respondents have worked for their current employer for over 10 years.
Less than half of followers (44 per cent) report that they work in organisations with a shared approach to decision making and where they are encouraged to participate. The majority (56 per cent) describe a more rigid and authoritarian approach.
Organisational culture % Bureaucratic e.g. rigid, process driven 31 Command and control e.g. authoritarian 25 Participative e.g. high employee involvement in decision-making
44
Bureaucratic cultures are much more prevalent within the public administration sector, while employees working in business services were more likely to describe the culture as participative.
Manufacturing concerns tend to adopt more of a command and control approach, perhaps reflecting the need to meet defined production and quality schedules. 
LEADERSHIP ATTRIBUTES AND BEHAVIOURS
The telephone interviews sought to identify further the size of the "experience gap" between desired leadership behaviours and the reality as demonstrated within respondents' organisations. !" It is concerning to see followers confirming the pattern highlighted in the quantitative survey in terms of lack of organisational energy and buzz (only 32 per cent of managers experienced this).
!" This lack of energy is probably compounded by poor communications -indeed only 43 per cent of managers could agree that their leaders were good communicators who listen more than they talk. As one respondent commented:
"They didn't do much listening, but they transmitted a lot of information."
!" Unsurprisingly perhaps, participative cultures encourage these behaviours -89 per cent of respondents from that type of environment agreed that leaders genuinely appreciated peoples' hard work, compared with 56 per cent of those working in a command and control environment.
EXAMPLES OF LEADERSHIP BEHAVIOURS
Respondents were asked to describe in their own words specific and tangible examples of how leaders in their organisation show their thanks and appreciation !" Listen and keep in touch !" Show trust in their people
An analysis of the common themes is given below, and a full listing of the managers' verbatim responses is also available. Followers seem to appreciate the personal rather than the process-driven approach.
Much of the importance attached to a gesture of appreciation is attached to the timeliness/direct relationship to the event. Often line managers provided a contribution of effort on a "personal" basis as it was too hard to fit within the bureaucratic process:
" He will out of his own pocket do some of the things you have mentioned." "Our line manager shows appreciation in with sweets or choc-ices: management higher than that don't get involved in that kind of activity". Table 8 shows quite promising results in the degree of autonomy that is apparently enjoyed by these followers, some managers suggested that this was actually due more to a lack of understanding or interest on their leader's part: "In my case I'm given very wide-ranging autonomy. This is motivated primarily by the leadership's lack of understanding of my function."
The results do show something of a paradox however. Despite the high levels of autonomy reported by these managers, it is notable that only one in six were apparently trusted enough to work away from the traditional office setup i.e. at home, out of sight of the boss. This is surprising in view of the technological advances that enable remote working, but which have not been accompanied by corresponding advances in attitude and behaviours.
MEASUREMENT AND BENCHMARKING
While the quantitative survey showed that only 13 per cent of organisations took employee satisfaction into account when measuring performance, it was nevertheless felt important to explore this issue further among followers in the qualitative survey.
Results are shown below. Although many employers (58 per cent) undertake employee surveys which can give an ongoing indication of overall satisfaction levels, it is noticeable that many (69 per cent) seem to take notice only when remedial measures would be too late i.e. when staff have already resigned. Employee attitude surveys, with feedback of the results used to trigger action at all levels of the organisation, can increase levels of employee involvement. Well-designed suggestion schemes can have similar benefits. However both depend critically on employees seeing a positive response to their views and ideas: in the absence of a positive and wellcommunicated response, the outcome is merely increased cynicism.
Nine per cent of respondents report that their employer does not measure employee satisfaction -this rose to 16 per cent in those organisations that were described as having a command and control culture. Managers were then asked about their organisation's performance over the past year compared with others in their sector, rated on a five-point scale. While these responses may be partly based on perceptions rather than actual data, respondents are most positive about corporate performance in terms of product and service quality. They also consider that their customer/client satisfaction levels are higher than those of the competition.
Quantitative findings revealed that 80 per cent of organisations measure success in financial terms. Further analysis of the second stage results indicates that organisational culture has an influence on financial performance/turnover. Employees working in a participative environment were much more likely than those working in a command and control culture to describe their organisation's financial performance as better than others in their sector (61 per cent against 40 per cent).
Leaders who wish their organisation to be an employer of choice need to be aware of the contribution of culture to an organisation's success at attracting high-calibre employees. Table 12 shows that only 25 per cent of bureaucratic organisations seem to be effective at recruiting high-calibre individuals, compared with 61 per cent of participative companies. 
